Introduction
ith the internationalization of business operations, human resources management, which until then has only been used in a domestic environment, gets an international character. The main activities of human resource management, regardless of whether they are implemented in a company that operates solely on the T W DOI: 10.5937/vojdelo1506159R domestic market or in the company that internationalizes its operations, should be directed toward achieving better performance of the company. Considering the fact that they are implemented in different settings, there are differences between domestic and international human resource management.
The starting point of this issue analysis is in the markets internationalization, or in globalization, resulting in the creation of an international character of human resource management. According to the starting point, the subject of this paper is human resources, both in international and in the domestic environment. The first part of the paper is concerned with internationalization of companies, which is in modern conditions dictated by globalization, considering that this is a necessary condition for the emergence of international human resource management. The second part, due to the diversity of literature and the existence of different approaches, is the definition of the international human resource management concept. The next section shows the factors that influence the differentiation of human resources management in the domestic and international environment, while the fourth part of this paper is about the differences in the activities, which are caused by the action of the international environment factors. The aim of this paper is to present the international human resource management as a wider concept in relation to the human resources management in the domestic environment. That is, to perceive, specify and explain the differences, and to carry out some of the implications, especially those concerning the purpose and learning opportunities of the companies which are internationalizing their business. According to the aim stated, the basic hypothesis is that there are differences between human resources management in domestic and international environment. This paper is a review based on relevant literature, and on professional and scientific works in the field of international human resource management.
The Internationalization of Business and Human Resource Management
The last decades of the 20th and beginning of the 21st century have been characterized by intensive processes of trade exchange, trans-boundary flow of capital, technology and people. These processes are often referred to as globalization, and its most important feature is to connect and establish interdependencies between different national economies.
Global international business strategy has become an inevitable option, not only for multinational and large companies, but also for medium and small companies that depend on global supply sources, whose products and services are designed for specific segments of the world market, which is facing global competition and the challenges in the global environment. 1 Globalization is a complex process that can be viewed from different perspectives, primarily economic, political, social and cultural. Globalization can be considered as "the process of integration of markets, goods and capital around the world, which eliminates or reduces barriers to international trade and investment. Its roots are in the progress of technology, transport, in improvement of information flow, but also in changes of political and social character which reduce protectionism, liberalize rules for foreign investment and allow easier migration of the population." 2 In the conditions of global economy, the company can no longer view national market as the only business and resources extraction environment for a successful business, but it must take into consideration a broader or regional, continental and global level. To be successful in such circumstances, the company should develop a completely different strategy than the one that is valid for the business within national markets, and human resource should be one of the key elements of this strategy. Competition as one of the main pillars of the market economy turns into global competition, not only in the field of quality of products or services and technology, but also in terms of enterprise management, and thus in terms of human resource management as a very important factor of business of each company.
The concept of Human Resources was first developed and popularized in the United States, where the management as a discipline comes from. According to this concept, the employees in the company are treated as one of the most important resources that a company has. Human resource management is regarded as a part of the management's sphere in the company, and is based on the theoretical and practical knowledge in the field of work psychology. Human resources management is becoming a separate discipline within the management that is focused on the study and management of employees in the company, who, with their own characteristics, knowledge, skills, abilities and overall mental and physical capacities, are one of the key success factors of the company. Therefore, the employees of the company are no longer viewed as a cost to be reduced, but as a potential source of competitive advantage, or as associates and partners in the realization of success.
Today, many authors point out that human resources are a central resource for survival, an engine for growth and competitive advantage. In addition, managers accept the fact that people, not money, buildings or equipment, are the key resource in the global market. Considering that since the beginning of the new millennium, it has been emphasized that the global economy is increasingly developing on the knowledge economy, people as holders of knowledge become an important lever for profit. All assets of a company, other than people, are considered as nothing more than a commodity that can be bought at market prices. In addition, all resources, except the people are considered as passive, because they require human interaction in order to create new value 3 . At the same time, it is emphasized that only human resources can learn, grow, and thus further contribute to the success of the company. 4 If we accept that employees today, for the most part, are a precondition for the successful operation of the company, it appears that the main task for the company is to attract and retain the best people. Therefore, the quality performance of a wide range of activities and tasks related to human resources management gets vital importance.
Human capital is maximized through three key activities: persuading people to join a particular company, their retention and their development. Companies must define what kind of people they want and what kind of employees they need in the new business environment posed by globalization. The companies must know how to find the people they need, how to attract and persuade people to work for them. In addition, companies must know how to keep people and how to gain their loyalty. In this way, the management of human resources will perform its primary function, that is to increase the intellectual and "intangible" capital of the company.
Human resources management directed towards training and motivating employees to more efficient fulfilment of the customers' needs and desires, and attraction of the right staff and maintenance of good long-term relationship with them is one of the basic prerequisites for survival in today's market. 5 Human resource management today is becoming very important, if not crucial, link in the chain of business success for each company. For this reason, in recent years in the economic, managerial, accounting and psychological literature is increasingly discussing how the failure of companies in the field of human resources can have adverse effects on the overall operations of the company.
Basic Characteristics of International Human Resource Management
The term Human Resources refers to the totality of human resources in the enterprise: knowledge, abilities, skills, creativity, motivation, energy, etc., which are necessary for the achievement of company goals. Human resource management can be defined as a management activity that involves providing, developing, maintaining, adapting, directing and using of Human Resources, in accordance with the objectives of the company while respecting the individual needs and goals of employees. In an international environment, posed by globalization, it comes to the changed role and content of Human Resources management in companies, so that in this respect we can speak of international human resource management as a separate discipline.
International human resource management is defined as a set of specific activities, functions and processes that are undertaken to attract, develop and retain human resources in a company whose business has a multinational character. 6 This definition suggests that the main factor that differentiate domestic from international human resources management is the character of the environment in which the company operates. Companies that are centered exclusively on the domestic market do not face the international environment as the environment in which they operate their business. The environment in which they operate can be defined as a national business system, and it is made from a set of relationships between government, capital and labour and beside the economic, it has political-institutional and legal character too.
Almost every country has its own peculiarities in terms of organizing the relations between capital and labour, which significantly influence the business strategy of the company. Comparative human resources management appears in this sense as a discipline that is of great importance for the international human resources management, as it is the study of similarities and differences between the various states regarding practice in the field of human resources (5, p.44). However, there are reflections of some authors that the practice of human resource management should not vary significantly from state to state, because the human resource management in every company, regardless of the country where it operates, has the same goal, which is to optimize the performance of the company. 7 The main task of the international human resource management refers to how to solve the multi-dimensional puzzle consisting of different national and organizational cultures 8 . Thereby, as shown in Figure 1 , three dimensions of the problem should be kept in mind:
1. The question of acquisition, allocation and utilization of human resources, i.e. planning, selection, socialization, training and development, modes of compensation, performance evaluation, and so on in international human resource management;
2. The reconciliation between the three categories of countries involved in international human resource management -the host country, where one of the parts of the company is; home country where the headquarters is, and a third state, which can be a source of manpower or financial resources;
3. Three types of employee treatment -employees who are citizens of the host country, employees who are citizens of the home country and the employees who are citizens of some third country or countries. Companies sometimes overlook the complexity of international business operations and often do not pay enough attention to these three dimensions. Therefore, the reason of failure in international business can be very often found in poor human resource management. Strategic human resources management needs to align with strategic needs of the organization and to employ effectively human resources. However, for a strategic approach to human resource management in an international environment it is essential to invest in human resources, since a significant proportion of human capital is determined by the knowledge and skills that individuals acquire. Personal knowledge and skills greatly affect the performance of employees, and the task of human resource management should be to encourage employees for training, attending courses and other forms of professional upgrading in order to be prepared to cope with the challenges posed by international operations. Therefore, education of employees is a very important factor in the success of companies in international business. In addition, given that, creativity and innovation are playing a growing role in gaining competitive advantage in international business, human resource management should contribute to the creativity of employees, and tactics for innovations developing should enable the implementation of new ideas.
Factors Influencing the Differentiation Between Human Resource Management in Domestic and International Environment
Specificity of human resources management in international compared to domestic environment largely stem from the necessity of operating in different countries and the necessity of employment the citizens of the home state and citizens of foreign countries. Therefore, human resources management in the company that internationalizes its operations must take into account the type of foreign countries where its business is expanded. Thereby, the key institutional differences between countries include differences in political, legal, economic and business systems. 10 Different countries have different systems of political order, legal, economic and business system from which they derive specific tasks faced by human resource management. Companies that want to operate globally regard the whole world as a source from which they can be supplied with resources necessary for their operations, and will endeavour to carry out their business activities around the world, apply global business strategy and go beyond the external borders of the business. The key questions in such circumstances are related to:
• Employment opportunities for workers who come from countries where the office of the company in a foreign country is;
• The conditions for engagement of workers who are citizens of the host country and the workers who are citizens of third countries;
• Establishment of a employment form;
• The problems arising due to the differences in the tax system and regulations are related to the regulation of the labour, health and social security and insurance of employees.
Human resources management in terms of international business must pay special attention to the study and development characteristics of the economic system of a country, as well as the characteristics of the national business systems of foreign countries. Different countries are at different stages of economic development, they have different economic systems, from those who operate on a market basis, to those in which the government, more or less does interventions and creates economic sphere. Conditions of employment and payment of employees vary from state to state, and they are generally labelled by each economic and business system. In some developed countries, the labour force is expensive and there prevails higher level of average income per capita, and the underdeveloped countries are characterized by cheap labour force and low level of average per capita income. In addition, human resource management in an international environment must solve numerous problems related to the payment of different types of compensation for employees of different nationalities. Therefore, some authors believe that international human resource management should use different approaches in different countries in terms of the system of payment and compensation of employees.
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Complexity of business operations in different countries, hiring and paying people from different nationalities, distinguishing the activities of management in the domestic and international environment, in addition to the before mentioned, are influenced by several other factors. As indicated in Figure 2 . the most significant factors among them are:
• Cultural environment;
• Industry (or industries) in which the company is primarily involved;
• Senior managers' attitudes;
• Company dependence from domestic market. 
Cultural Environment
Culture can be defined as a set of beliefs, values and ways of life that is common to a particular group of people, and which significantly shapes the way of thinking, feelings and reactions of members of the particular human group 13 . It often predetermines behaviour patterns, attitudes, standards, and the value of a wider community. In the international management, the individual authors define culture as the collective programming of the mind that is different from a single person to person, depending on their belonging to different social groups and nations. 14 In a global economy, cultural environment is a very important factor. The ability to achieve success in international business depends not only on the knowledge of the economies and qualities of different countries, but also on knowledge of other countries' culture, the differences among cultures, and the knowledge of dominant organizational culture in companies of some country. To prove that culture is important for economic development, it is first necessary to show that culture has potentially important aspects that differ between countries, and second, that these aspects of culture significantly affect the economic results 15 . We should bear in mind that even within a country we could mark differences in culture between different parts of a territorial state, ethnic groups and various companies. Therefore international human resource management must be interested, not only for identifying cultural differences, but also for developing cultural intelligence and international cultural competence of employees who perform their activity in the international environment. 16 Differences in culture are reflected in the diversity of language, communication rules, the interpretation of procedures, business practices, attitudes towards work and time, eating habits and hygiene. That is why people of different nationalities have different attitudes, behaviours and beliefs, and the activities of human resource management must pay attention to the cultural environment in hiring, training, remuneration, promotion and dismissal of workers. Special attention of human resources management in an international environment requires the relocation of workers on a job that involves working in different cultural environments.
Cultural environment directly defines organizational culture, why it is of great importance to understand this factor in the international environment. Organizational culture is the most powerful tool for understanding human behaviour in organizations. 17 Therefore, in order to understand the behaviour of employees it is necessary to be familiar with the impact of cultural factors in the market in which we operate, and in accordance with this we should try to create the appropriate relationships in order to improve the overall business.
Industry (or industries) in which the company is primarily involved
Every industry in globalization conditions is characterized by a certain degree of pressure that creates competition, so the strategy of each company, which is involved in international business, must consider this fact. In addition, the competitive position of a company in the domestic market is also reflected in the competition at the international level. Global industry is not just a collection of local industries, but compound-related domestic industries where competitors compete against one another on international basis 18 . As there are large industries, for whose operations there are no national boundaries and differences in economic structures, there are also domestic industries that are significantly associated with the same type of industry in other countries.
The role of human resource management in local industries connected with the same type of industry in other countries, and global industries as well can be analyzed using a model of the value chain, according to which human resources management is one of the support pillars for business enterprises, as human resource management permeates the entire value chain of enterprises. 19 If the company operates in the domestic industry, which is significantly associated with the same type of industry in other countries, human resources management will then operate mainly as it does in the domestic environment. In case that there is a need for occasional international business, the company will hire consulting firms or temporary workers specialized in this area. It is a different situation when the company is included in the global industry, in which the management of human resources should be structured in a manner dictated by international business.
Attitudes of senior managers toward international business
If senior managers in the company have no extensive experience in international business, some significant operations of an international character can be ignored, even when it regards to those that are related to the achievement of some of the major corporate goals and objectives 20 . In regards to human resource management, their attitude often consist of the fact that the existing practice in the field of human resources realized in company's business in the domestic environment, should only be transferred to the international business. Inability to recognize the differences between doing business in domestic and international conditions and the diversity of human resource management activities in the domestic and international environment can be a source of failure for the company. Therefore, the challenge for the human resources management is to think globally and to prepare human resources for the implementation of the policies and practices of international business operations.
Company dependence on domestic market
Human resource management must pay special attention to how much the company's operations depend on the domestic market. As a rule, for large companies, the domestic market is narrow for the realization of planned business activities, and so they have to internationalize their business. And vice versa, small businesses are often assumed to realize their business activities within the domestic market. However, the size of the company is not decisive in regards to the internationalization of business, because even for large companies domestic market is very important. 22 United Nations Conference on Trade and Development (UNCTAD), which is published annually in its research about foreign direct investment, calculates the transnationality index of companies, which represents an average coefficient of:
• Foreign assets in relation to total assets; • Overseas sales to total sales; • Employment abroad to total employment. 23 This index or other similar indicators can be of great assistance to human resource management in an international environment in terms of planning their activities.
The Differences in Activities Between Human Resources Management in the Domestic and International Environment
In order to be competitive in the global market, companies are pressed by the need to simultaneously and equally efficient manage at two levels:
• Globally, since the whole world is a unique market for them and that the only globally integrated strategy provides the company with a competitive advantage in the global market
• Locally, considering the importance of the domestic market for most businesses, regardless of whether they mainly operate in the domestic or international environment.
The need that the companies should be both global and local is the biggest challenge for human resource management 24 . As more and more companies operate in an international level, the search for elements of global competitive advantage is a major topic in the literature about management 25 , and in particular, it relates to the field of international human resource management. Effective human resource management in an international environment is seen as a key source of competitive advantage in international business. Due to the importance of this topic, there has been a significant intensification of research in the framework of international human resource management in the last few years. Some of the most important debates are about development of models and concepts of strategic international human resource management, and about the question if successful domestic strategy of human resource management can be applied in international business enterprises 27 . Although it was taught before that, there is no difference between a good human resource management in the domestic and international environment, some recent research suggests otherwise. International human resource management has many similarities with the local management of human resources. They coincide in all the basic functions. 28 However, there are several very important differences between the human resource management in domestic and international environment. Although international human resource management has the same functions as human resources management in the domestic environment, it also has many additional functions arising from the broader perspective that it covers. More and more companies tend to internationalize their business, and as a result, human resources management has to fulfil requirements concerning the problems of the company in an international environment 29 . In doing so, companies are often faced with the problem that arises from the inability to apply the best practices in human resource management in the domestic environment on its own international business. As some of the possible reasons of this problem, most often are mentioned: 30 • More activities in human resource management in an international environment; • Broader perspective of human resource management in an international environment • The need for greater involvement of the private lives of employees in international human resources management;
• Various combinations of employees: citizens of the home country, host country and third countries in international human resource management;
• Greater risk in carrying out all the activities of international human resource management;
• Strong influences exposure of external factors in international human resource management.
Additional activities of human resource management in an international environment
In order for a company to function freely in the international environment, human resource management has to take on more activities than when the company operates only in the domestic market. Among the additional activities of human resource management, the most important tasks are: in the framework of international tax systems, 27 
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These activities are the condition to establish good long-term relationships with employees, because only such relations can improve the overall operations of the company, both in the domestic and global environment. Establishing appropriate interaction or successful cooperation with employees should be the common goal of all market participants who wish to achieve and maintain a competitive position in contemporary business conditions 32 . It can be said that the establishment of good relations with one's employees in today's global business environment is one of the most significant activities of the company's management. In this respect, it is important to take all measures known to improve relations with employees abroad, but also to make additional efforts for exploring the market of the host country, and in accordance with their legal, political and other conditions define relationships, responsibilities, and potential achievements of employees. "The workers abroad are subject to foreign, and domestic taxation, and international human resource management must be familiar with all the differences in tax laws and procedures of their own and foreign country or countries, so the business activities of the company could easily take place. Activities within the international relocation and orientation of employees include preparation before immediate going abroad, providing details on immigration and travel, housing provision, health care, recreation, education, and consultation about compensation, such as sending salaries abroad, determination of various fees and tax treatment measures.
33 "The company operating abroad must provide numerous administrative services for employees working abroad. These services are primarily related to the complexity of certain procedures in some countries, incompleteness and vagueness of existing regulations and procedures. By meeting these requirements, a potential conflict with the state in which the employee works is avoided. The establishment of good relations with the government of the host country should be very important activity of the international human resource management. There are a number of problems that can be assumed, but can occur and are unexpected, so that in such situations the assistance of the host country is greatly needed, therefore establishing a good relationship should be one of the priorities of human resource management.
A Wider perspective of Human Resource Management in an international environment
Human resource management in a company that operates in the domestic environment usually creates and implements programs for employees who are of one nationality, so that they all are covered with identical policy. International human 31 resource management is faced with the problem of how to create and implement programs for employees who are members of different nationalities, which indicates the need for a much broader approach to the issue. Otherwise, one group of employees will feel undervalued in relation to the other, which will be a source its dissatisfaction.
The necessity for greater involvement in the employees' private lives in international Human Resource Management
In the international human resources management, there is much greater involvement in the employees' private lives due to the necessity of better selection, training and management in circumstances where, beside the mother country citizen, the citizens of the host country, also the citizens of third country or countries are employed. At the same time, "in an environment of modern marketing, the relationships with employees become one of the most important ways to influence on the maintenance of product quality"
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, and a need to develop a good relationship with them is seen as a priority of human resource management. This is particularly evident in regards to employees abroad. There must be certainty whether the employees who were sent to work abroad:
• Have a good understanding of all the requirements and procedures about work performance in a foreign country;
• Whether there are good health care provided by the host country;
• Whether their compensations are sufficient to cover the cost of living;
• Whether there are adequate educational facilities available for children's education. In addition, many companies that operate internationally have a separate office for international human resources to coordinate all activities necessary for employed abroad. They also provide services such as managing the employees' bank accounts, investments and rental of property while they are engaged in work abroad, coordination of visits to the motherland and coordination of the procedure of employee's final return to homeland. 35 
Different combinations of employees: citizens of the home country, host country and third country in International Human Resource management
As the operation of a company abroad becomes more comprehensive and more serious, it will require changes in the human resource management and its activities. As the availability of quality human resources in the host country through the offer of quality 34 Ratković C. Milijanka, Krasulja Nevena, Garača Neven: "Customer relationship management strategy as an opportunity for improving the modern marketing concept", Kultura 139/2013, 381-395. 35 workers who are citizens of the host country is getting bigger, so the need for hiring employees from the state or from third countries will reduce. Then the focus of human resource management, which was aimed at helping to the mother country citizens who are employed abroad, moves to the selection activities of the local labour, education and the management of its development. Later, the focus of activities is changing and the goal is to bring local labour force of high potential that would help the development of certain tasks. As the representative offices of the companies abroad are getting stronger, so the need to expand the responsibilities of local service of human resources and its activities, such as human resource planning, recruitment, training, development and compensation will become more present. 36 
Higher risk in the performance of all activities of the international human resource management
The consequences of failure in international operations of the company can be more dangerous than the consequences of a possible failure in business on the domestic market, what is the fact which human resource management must bear in mind. The failure and lack of effectiveness in the workplace abroad can cause more costs for the company. Direct costs of failure, such as salaries, training costs, and travel and relocation expenses may be for the company higher up to three times than domestic revenues. There we should add the cost of transfer depending on the difference in exchange rates and the place where the employee performs the task. The potential loss of foreign markets, and the opportunity to spoil relations with the host country are of particular importance. In addition, great risks for modern business are political instability in some parts of the world, the threat of terrorist attacks and the spread of infectious diseases. Therefore, international human resource management must pay attention to these risks and be prepared if necessary to organize the evacuation of employees.
Exposure to stronger influence of external factors in the international human resource management
The main external factor affecting human resource management in an international environment are different types of government, the diversity of economic conditions in different national markets and the existence of different procedures in business, in each of the countries in which the company that internationalized its activity operates. In developed countries, labour force is more expensive and better organized than the one that exists in developing countries, a government requires fulfilment of many conditions in terms of relationships with employees, paying taxes, health care and security. Human resource management in an international environment therefore has to study and interpret the local way of doing business. 
Concluding Remarks
All of the above mentioned suggests that international human resources management, as compared to human resources management in the domestic environment, has far more complex work in order to achieve the most important objectives of human resource management in general. These objectives are related to securing efficiency and competitive advantage of the company that has internationalized its business.
International human resource management must come to grips with the issues that arise under the influence of cultural differences, differences in the business environment, a variety of policies, legal norms and procedures, different customs and traditions, foreign languages between two or more states. Even in the countries with small markets and market economies that do not play great importance in the world economy, the role of international human resource management is growing, because for successful companies domestic market becomes narrow, so they tend to expand their business to other countries. In addition, international human resource management, in accordance with wider context in which international business is performed, has more activities, takes place in a wider perspective than human resources management in the domestic environment. It is more involved in the private lives of employees, it must take into account the changes in the number of employees who are citizens of the home and the host country, it operates with a higher risk and is exposed to the stronger influence of external factors.
Considering all differences, it seems that human resource management in an international environment should seriously consider the question of organizational learning of the company. In the case of an international human resources management organizational learning is aimed at gaining knowledge about other nations, political, legal and economic systems, markets, customs, cultures, rules of communication. Understanding and appreciation of them must represent an imperative, given the propensity of certain cultures to impose their rules on others. The learning within the company operating in an international environment, based on the characteristics of the environment, is crucial according to some authors for growth and development of the company 38 . Organizational learning is the process through which managers want to encourage the desire and ability of employees to mutual understanding. This understanding should contribute to "localizing the company", 39 and therefore to more efficient managing the company and its environment. It is manifested either through changes in organizational knowledge, 40 or through changes in organizational performance. 41 However, despite the importance of organizational learning for companies that operate internationally, this topic is not elaborated enough in the literature about international human resource management, and there is a gap in terms of recommendations how to develop this organizational ability, how to improve and how to ensure that this process will last continually. In this regard, the question is how companies that operate around the world, in dozens of countries, when facing with local specificities of each country can learn about the characteristics of these countries and the people who inhabit them. In addition, another question that needs answer is whether and how knowledge of other countries where the company operates can be used on the entire company in order to improve its overall organizational and business performance.
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